Organizational Citizenship Behaviors (OCBs) 
Introduction
Organizational citizenship behavior (OCB) was first introduced by (Organ, 1988) . He defined Organizational Citizenship Behavior as an employee's discretionary behaviors that directly promote the effective functioning of an organization, independently of an employee's objective productivity. Farahbod et al, (2012) explained that the term organizational citizenship behaviors (OCBs) include some behaviors which are not imposed or stated in the job description of an employee, the behavior is relatively a matter of individual choice, such that its negligence is not commonly penalized. Moreover in the study of management, Organizational citizenship behavior is one of the key to effective organizational performance (Yilmaz and Tasdan, 2009; Sevi, 2010) . Numerous considerable researches from the past years have highlighted about the effectiveness of OCBs in organizations and the problems encountered by companies lacking of employees Job commitment and more intentions to leave due to the nonperformance of OCBs (Sevi, 2010) . Organizational Citizenship Behavior includes five determinants, however only the first 3 determinants have been chosen in this study (Altruism, Conscientiousness and Civic virtue). As employees' behavior and attitude in the organization can positively or negatively affect customers' perception on the quality of the services provided where Yaffe and Kark, (2011) found that managers can develop organizational behavior by fostering a positive working environment which will eventually develop a feeling of commitment and satisfaction and generating employees' loyalty (Farahbod et al, 2012) .
It has been known for decades, that employees are the first asset of the company and it is likely proven by Awang, Ahmad & Zin, (2010) by arguing that employees who are satisfied, committed tend to exhibit extra external behavior and less turnover rate. Adding to that, employees who are not satisfied with their job are not willing to sacrifice their effort for the sake of the company which will eventually result in the bottom-line performance of the organization (Bandurs & Lyons, 2012; Liang, 2011) .
The present research is focused on assessing the impact of Organizational Citizenship Behavior (OCB) on Employees' Job Satisfaction, Commitment and Turnover Intentions in Malaysia. This study is carried out on the employees of dining restaurants in Malaysia. 150 employees from these restaurants were selected. Despite all the hype surrounding OCB, companies are still unable to invite employees to display OCB characters in their daily professional routines. The lack of employees' engagement and satisfaction have increased the turnover intentions in some organization and produced of more unproductive workers (Cheng (2013) . In an article published on Wednesday 17th of April 2013 by The Star News Malaysia, Nicholas Cheng wrote a review on "unproductive workers in Malaysia not being a surprise to many" the results shows that many companies admitted that local workers waste a lot of time at work in extended breakfast and lunch. According to Crabtree (2013) only 12% of employees are engaged OCB in the Southeast Asia. Therefore the following key objectives are formulated for this research  To examine the impact of OCB on Employees' Job Satisfaction  To examine the impact of OCB on Employees' Job commitment  To examine the impact of OCB on Employees' Turnover intentions This paper is organised as follows: first part is discussed above. Second part is the theoretical framework and research hypothesis development. Third part discusses the research design and methodology, data collection procedures and process. Fourth part presents the results and discussion. Final part is conclusion and recommendation, and implication for further research
2.
Literature Review
Definition of Organizational Citizenship Behaviour
Organizational Citizenship Behavior (OCB) is known to be one of the most important concepts in organizational effectiveness and efficiency on quality and productivity (Raghoebarsing, 2011) .The term organizational citizenship behaviors (OCBs) include some behaviors which are not imposed or stated in the job description of an employee, the behavior is relatively a matter of individual choice, such that its negligence is not commonly penalized (Farahbod et al, 2012) . OCBs are usually beneficial organizational behaviors that cannot be enforced upon employees as obligations nor acquired by rewards or recompense from employees' gestures in the organization (Oplatka and Stundi, 2010) . These behaviors can only be encouraged to employees by managers but cannot be enforced upon them (Hutahayan et. al 2013) . Korkmaz and Arpaci, (2009) also supported the same point by adding that OCBs include two major components, first it cannot be an obligation from the organization and yet they are very crucial for a company to sustain for its benefits. Yahya et al, (2011) also stated that employee who perform OCB are willing to do extra tasks and do not expect anything from their organizations, yet they will be happy by the progress of their organization for instance punctuality, employees' volunteering for activities that are not required helping others etc. (McKenna, 2012) .
Furthermore other researchers defined OCB has a voluntary helping behavior that is discretionary and promotes the organization effective functioning without expecting direct or explicit reward or recognition from the organization (Daly, Owya-Hosseini and Alloughani, 2014) . Bandurs and Lyons (2012) also explained the concept of voluntary helpful behavior, the research was achieved in Maryland on a small homogenous group, and results have shown that voluntary helpful behavior is less significant than providing training and development to homogenous group. Vondey (2010) stated that OCB has a positively relationship with the effective functioning of an organization. According to Banki, (2010) OCBs were originally defined as extra work behaviors that are not listed among the traditional job performance measures which overly affect organizational success in the long run. Sharma, Bajpai and Holani (2011) found that Indian employees in public sector demonstrate a greater degree of voluntary extra tasks than employees in private sector. Therefore following and applying organizational rules and regulations, by helping coworkers and overlooking organizational faults through their mission process reflects some of the characteristics of employees exhibiting OCB, hence extra role behaviors provide extra productivity which is a competitive edge in the current organizational era (Mohsan et al, 2011) .
Although OCB has an importance in the history of organization theory, they are many areas that need to be clarified, which is from the empirical research. Along with the past research, many studies have been convinced with the fact that OCB is a behavior that provides the effective functioning and system of the organization. However, Podsakoff et al., (2009) identified OCB forms to be first a voluntary helping behavior which does not necessarily involve the need of organizational problems for the behavior to occur from the volunteer, however it involves cooperating and the willingness to help those in need, altruism (Bukhari et. al , (2009 ), conscientiousness, Raghoebarsing, (2011 , civic virtue (Rich, Lepine and Craford,2010) . Podsakoff et al., (2011) argued that OCB has an effect on two groups which are organizational performance and managerial performance. According to Okurame (2011) there are five OCBs dimensions which are altruism, Conscientiousness, sportsmanship, courtesy and civic virtue.
Key Variables of Organizational Citizenship Behaviour Altruism
Altruism is defined as the behavior in which individual actions give benefit to another without expecting any kind of recompenses from external sources; it is the willingness of a worker to help his colleagues in the workplace (Piliavin, 2009) . Altruism is explained by Vlachos, (2010) as a voluntary behavior to help others, his research has proven that employees with high altruism have high consideration to the organizational social performance than those scoring low in altruism dimension. Bukhari et. al, (2009) refer to altruism as a selfless behavior for the well-being of others.
Since altruism is the first antecedent in OCB it requires going beyond job requirement in order to help the people in difficulties. Altruistic employees are concerned in the sustainability of a good environmental workplace as they are willing to disclose their expertise and time in helping new employees to adjust and understand the performance of the task (Philip, Kumar & Choudhary, 2012) . Noruzy et. al (2011) stated that organizational social values urge employees to think as a group than as an individual entity in the group which may certainly arise compassion and altruistic behavior from employees in the organization. Liu, (2009) also argued that altruism was related to affective commitment whereas employees have strong devotion on their organizational work. Many scholars have been using the term altruism to determine helping behavior.
However some researcher such as Sosik, Jung & Dinger, (2009) believe that it is in the human nature to have egoistic motivation such as loving your neighbors as yourself, could be interpreted as one expects that by doing good, he or she would like to be treated the same way, he believed that self-improvement is a primary factor in altruism. Philip, Kumar and Choudhary, (2012) stated that altruism is very important in the effectiveness of an organization has it enables managers to dedicate more time on productive task. They later agreed that altruism is one of the significant predicator of Job Commitment.
Conscientiousness
Conscientiousness is a behavior that can easily be recognized by managers as employees are predisposed to be supportive, committed and fair in their act (Daly, Owya-Hosseini and Alloughani, 2014) . It is one of the organizational advantages as in it contributes to employees engagement in establishing a working relationship with coworkers. Begum, Zehou and Sarker (2014) supported that conscientiousness is a behavior that indicates employees' acceptance and adherence to the organizational rules and regulations by following the procedures required in the achievement of organizational goals even when employees are not under the supervision of an agent. Bakhshi, Sharma & Kumar (2011) stated that conscientiousness is a helping behavior that aimed to the organization as a whole for instance employees being punctual at work, avoiding too many breaks etc. conscientiousness focus on the responsibilities and devotion of the employees with the underlying drives of expected behaviors by initiating behaviors that are beneficial for the effectiveness of the organization, for instance through performance.
The term conscientiousness was previously called general compliance which is according to Ishak and Alam (2009) a helping behavior which is not addressed to a particular individual but indirectly helping others employees in general. When employees go above and beyond the job requirements they perform extra-role behaviors which mean that they are conscious of their involvement and task-related engagement (Raghoebarsing, 2011) . Conscientiousness is positively related to OCB whereas employees' reliability, dependability and self-disciplined are relatively high. Biswas (2011) argued that employees in a supportive cultural organization are more conscious and satisfied of their personal improvement in the organization as a whole and tend to have lower intentions to quit the job.
Civic virtue
Civic virtue refers to voluntary behaviors that involve supporting organizational function through participating in social activities and mainly looking out for the best interest of the organization (Liang , 2011) . Civic virtue, involve a behavior of conscientiousness, in the sense that conscientious people are committed, therefore there is a positive relationship between civic virtue and commitment of employees or customers Mutharasi, Rajesh & Karthick, (2014) , they also supported that commitment was predicted by the organizational accomplishment (Satisfaction). The better the organization perform, the greater employees will be committed. According to Hutahayan et. al (2013) the best way to improve OCB is by improving the level of conscientiousness and civic virtue of employees in organizations, Sharma, Bajpai & Holani (2011) attending meeting that are nor compulsory but important for the organization's image such us keeping up changes in the organization, report suspicious activities.
Civic virtue is a behavior that is easily discernable by managers, employees with high civic virtue are expected to exert extra role to improve their productivity which in return will improve organization effectiveness and low turnover rate (Mutharasi, Rajesh and Karthick, 2014) . It contributes in fostering a social psychological (satisfaction) and social environment in which work organizational technical core is effectuated, civic virtue could be viewed as an ethical behavior in which employees' ethical norms perceptions is positively related to OCB (Rich, Lepine & Craford ,2010) . Rehan & Islam, (2013) argued civic virtue is positively related with organizational commitment in the sense of the benefit it provides to employees and customers. Explained that civic virtue consist of employees getting attached to the organization wellness by giving ideas on ways to improve the organization image which may increase its effectiveness and employees satisfactory results (Rich, Lepine & Craford, 2010) .
Job Satisfaction
When employees are satisfy they tend to exhibit higher level of service-oriented organizational citizenship (Chou & Lopez-Rodriguez, 2013) . Sharma et al (2011) defined employees' job satisfaction as the overall employees' well-being at work. It is associated with level of comfort or discomfort related to the internal state of a worker (Bandurs & Lyons , 2012) . A research study by Chou & Pearson, (2012) in Illinois have found that there is a positive relationship between OCB and employees job satisfaction. Employees' job satisfaction was affected by their willingness to demonstrate OCB via their monthly salary, professional support and social belongingness. The more employees are satisfied the greater they display more OCBs (Altruism, Civic virtue) (Eatough et t.al, 2011) . Liang (2011) argued that employees who are satisfied develop intrinsic work value on their career which enables them to remain dedicated and productive about their work and willing to help those who have been absent (altruism) in order to protect the organizational routine as well as to follow the informal rules for the progress of the organization (conscientiousness). Oren et. al (2011) argued that employees who are treated fairly with justice tend to positively respond on adopting OCB has those who think they are being treated unfairly or uncertain about the job requirement (Kang, Gold & Kim, 2012) .
H1. OCB is positively related with Job satisfaction

Job commitment
Bakhshi et al(2011) defined organizational commitment as the willingness of an employee to display high levels of effort and a strong desire to stay with the organization. The term commitment is defined by Daly et al (2014) as the psychological attachment of an employee to his organization. Organizational commitment consist of three components which are affective commitment, continuance and normative commitment, in the study of the impact on employees job related attitudes on organizational commitment in Johor (Malaysia) Rehan & Islam (2013) found that altruism and civic virtue are significant factors in the relationship of OCB and organizational commitment, the results have shown that employees altruistic employees are more likely to show affective commitment (Philip, Kumar & Choudhary, 2012) , employees who have the desire to continue with the company also show affective and continuous commitment and finally those who think that it is compulsory to remain in the organization are more likely to put up some effort in order to display a good image about their organization to the public.
Many researches have shown that OCB is positively related to affective commitment. Begum et al (2014) stated that a positive climate in the workplace is a predicator of affective commitment thus the exhibition of OCB from employees. Mahouti, Abtahi and Sardari (2013) also supported by saying that managers need to be more social and show concerns towards employees' welfare to continually obtain employees commitment and gain their trust. According to Awwad & Agti, (2011) without commitment there is no effective performance in which commitment has a significant association with OCB dimensions. Jain, Giga and Cooper, (2012) stated that stress and conflict negatively impact job commitment, OCB and performance. Liu, (2009) stated that employees participating in voluntary helpful behavior such as (altruism, conscientiousness and civic virtue) are considered to be exhibiting affective behavioral responses.
H2. OCB is positively related with Affective job Commitment
Turnover Intentions
Turnover retention refers to the lasting destitution either voluntary or involuntary of employees from the organization (Skhalid et. al, 2009) . Voluntary turnover intention is viewed as the most detrital as it comes unexpected. High employees turnover rate influences organizational performance as it will eventually inflate the replacement and training costs (Chou & Lopez-Rodriguez, 2013; Jain et al, 2012) . However in most cases employees are the ones to freely resign from a job. A study by Oren et al. (2011) argued that OCB and turnover intention are negatively related as OCB is known to display behavior that will benefit the organization compared to turnover intention which is considered as a withdrawal behavior in a form of resentment towards the organization. Therefore it is simply understood that employees with high OCB dimensions are less likely to withdraw from job than those who have low OCB, it is also found that turnover intentions and job satisfaction are inversely related Sharma, et al (2011) . On the other hand Aslam (2012) found a positive relationship between OCB and Turnover intentions. 
H3. OCB is negatively related to Turnover Intentions
Theoretical Framework
Research Design and Methodology Subjects
A total of 127 questionnaires were distributed and a total of 112 questionnaires were returned (response rate 88%). However, some of these returned questionnaires were excluded from the sample as some students do not own a smartphone. Also some questionnaires were excluded due to the incompleteness of the questionnaire. This means the study only used 100 completed questionnaires.
Procedure and data collection
The researchers independently contacted the students using non-random sampling techniques of convenience sampling techniques. Additionally, permission from the organisation was obtained to meet the employees during break hours in the canteen and also during the work hours with the help of managers. A time period of 4 hours were spent for three weeks were spent on data collection process. The completed questionnaires were collected by the researchers and a follow up were made on the following week during the same hours before the classes were started and during the break-hours.
Questionnaire
Questionnaire is designed to gather the data. It consists of three parts 1, 2, and 3. Part -1: it deals with personal details such as sex, education, age, etc.
Part -2: consists 15 statements to measure the organisational citizenship behaviour (OCB). Three dimensions such as Altruism, Contentiousness, and Civic Virtue.
Part -3: consists of 12 statements which are divided into three main variables. 5 statements were used to measure job commitments and 4 job satisfaction and 3 statements for turnover intention.
By including variables, questionnaire is prepared with five points Likert scaling system. Then analysis is made with appropriate statistical tools, in order to prove the objectives of the study and to test the hypotheses.
Results and Discussion
In this research, total of 150 questionnaires were distributed to the respected to conduct the study. Analysis of the results is being demonstrated below as to create further understanding of the study. In this section, few important analysis were carried out: Descriptive Analysis, Normality Test, Reliability Test, Validity test, Descriptive Mean, Correlation, and Regression. Table 1 above shows the demographic profile of all the 100 respondents', which includes 50% male and 50% female. 18% of the respondents are between ages 18 to 29 years, 61% are between 30 to 39 years, 20% are between ages 40 to 55 years and 1% are 55 years and above. Moat of the workers employed in the restaurant are Malaysians (75%) and 25% represents non-Malaysians. Most of the non-Malaysians are employed as Accountants. Also most 76% of the employees are married. 2% of the respondents (staff) have obtained a master degree, followed by 39% of bachelor's degree, followed by 1% of PHD holders. 58% of respondents have diploma. 31% of staff belongs to Marketing and Sales, while 21% of staff belongs to accounting and finance and 18% of respondents belongs to Human Resource.
Demographic Analysis
Scale Reliability
The questionnaires used in this study were not previously used by a researcher nor validated, which means that the reliability test of the survey tool was checked. According to Cronbach (1951) a likert scale model should be assessed via Cronbach's Alpha to determine the reliability of the survey. This present study is composed of 27 questions with likert scale ranked from on1 (1) to five (5) following "strongly disagree to strongly agree" respectively for the aim to determine whether Organizational Citizenship Behavior (Altruism, Conscientiousness and Civic virtue) have an impact on Employees' Job satisfaction, Job Commitment and Turnover Intentions. Cronbach's alpha is the most used method to check the reliability and validity test, whereby the acceptable value is require to be more than 0.6 for the scale to be reliable. The results show that the researchers' scales are highly reliable. Below is the Cronbach's alpha results for all the retain items which has proven to show a strong reliability in two (2) dependent variables and one (1) dependent variable. Preliminary data analysis was performed to obtain the descriptive statics on demographic profile of respondent and each variable. The distribution of the data is exactly normal if the values for Skewness and kurtosis are zero (Coakes et al., 2010) . However, according to Hair et. al (2010) if the values for Skewness range between -1 to 1 and for kurtosis range between -1 to 1, then the normality is assumed. Based on the descriptive analysis results, the distributions of all variables (Altruism, Conscientiousness, Civic Virtue, Job Commitment, Job Satisfaction and Turnover intention) are normally distributed as shown in Table 4 .3. Therefore, assumptions were made that all the underlying distribution of scores in the sample drawn from the population and all variables in this study did not have any significant departure from normality.
In terms of descriptive means and standard deviation, overall OCB displayed by employees is 3.9640 (SD=0.61361) indicating that most of the respondents perceived that OCB is displayed or engaged by most of the employees. Civic Virture is the most commonly engaged OCB among the employees (mean=4.09, SD=0.69309) followed by Conscientiousness with a mean value of 3.9720 (SD=0.6881) followed by Altruism (Mean=3.8260, SD=0.69028) . This indicates that all the OCB were displayed and practices among the employees in the restaurant group.
Correlation Analysis
Pearson correlation analysis was conducted to determine the strength of relationship between independent variables and dependent variables. The significant level for all correlation coefficients was set at the 0.05 level (2-tailed). The strength of the relationship can be determined via Pearson correlation (r). If the r value is 0, it indicates that there is no relationship between the two variables. If the r value is 1, it can be interpreted as perfect positive correlation, while if the r value is -1, it can be interpreted as negative correlation. Table  4 .5.2 is the summary of the matrix of correlation of these variables, the sign of + or -indicates a positives or negative relationship. The guideline for the strength of the relationship the matrix of correlation of these variables is as follow: The Table 4 above shows that the correlation is significant. OCB dimensions have a strong correlation with the dependent variables, whereby job satisfaction, job commitment and turnover intentions relation with Altruism are r =0.579, 0.735, 0.613) respectively. Conscientiousness r =0.837, 0.749,0.531; Civic virtue r= 0.812, 0.872, 0.697. The overall three OCB dimensions has a strong positive and significant relation with Job satisfaction, job commitment and turnover intentions r=0.836, 0.884, 0.691. The correlation analysis supports that OCB dimensions have a strong positive and significant correlation with Job Satisfaction. As demonstrated in the literature review, Okurame (2011) agreed that altruism, conscientiousness and civic virtue have a positive effect on employees' job satisfaction. Liang (2011) stated that satisfied employees display helping altruistic behavior as well as following the organizational 'rules (conscientiousness). This is proven in the table above; therefore, Hypothesis 1 is accepted.
The correlation analysis supports that OCB dimensions have a strong positive and significant correlation with job Commitment. The results of the study show that the independent variable in OCB dimensions have a strong positive relationship with the dependent variable (Job Commitment). As demonstrated in the literature review, Begum et al (2014) agreed that Altruism, civic virtue and conscientiousness have a positive effect on employees' job commitment. Also Rehan & Islam (2013) in a research effectuated in Johor (Malaysia) about the impact on employees' job related attitudes on organizational commitment found have found that altruism and civic virtue are significant factors to organizational commitment This is proven in the table above . Therefore, Hypothesis 2 is accepted.
There is a strong relationship between OCB dimensions and Turnover Intentions. However the correlation results show that there is a positive correlation between the three dimensions and Turnover intentions. Initially the hypothesis stated a negative relationship between OCB dimensions and Turnover intentions, (Oren et al. 2011; Sharma et al, 2011) . However the result shows a positive relationship and this is confirmed by Aslam, (2012) , who found that OCB and Turnover intentions are positively correlated. Therefore Hypothesis 3 is rejected.
Regression Analysis
A multiple regression analysis was performed to predict employees' OCB (Altruism, Conscientiousness and Civic virtue) on their (Job Satisfaction, Job Commitment and Turnover Intentions) . This is measured by the coefficient of determination (R-Square), r 2 . The result of regression is an equation that represents the best prediction of dependent variables from several independent variables. It is a useful technique that can be used to analyze the impact of independent variables on dependent variables (Chatterjee & Simonoff, 2013) . With reference to the above Table 5 , the adjusted r 2 is (0.800).This indicates that 80.% of the variation in the dependent variable (Job satisfaction) is explained by the independent variable of OCB dimensions (Altruism, Conscientiousness and Civic virtue) and the rest of the overall Job Satisfaction variance can be attributed to other factors which are held constant. This is a good fit as it explains more than 60% of the variance. According to Malhotra (2002) if the adjusted R square exceeds 60%, then the overall model is considered as a 'good fit'. Moreover this value has proven to be highly significant as P-value is < (0.05) (Chou and Pearson, 2012; Eatough et t.al, 2011; Liang, 2011) . The results in the Table 6 above shows that Civic virtue and Conscientiousness and altruism have a strong impact in predicting employees 'Job satisfaction as p-value <0.05. which indicates that civic virtue influences job satisfaction significantly and positively. This is conformed by previous studies such as (Sani, 2013) . Similarly Mutharasi et al (2014) also found that new employees can display high level of Civic virtue if they focus on the right people in the organization .In terms of Conscientiousness, this study found a positive and significant influence of conscientiousness on job satisfaction (p=0.000). This is conformed Biswas (2011) where he found that employees who are in an environmental conscious workplace tend to be more conscious and satisfied. The results for Altruism shows a negative Beta coefficient of (-0.143) although it was significant, which indicates that employees with more altruistic behavior are less concern about their Job satisfaction. Arciniega & Gonzales (2009) stated that people who assign high priority to altruism dimension are less enthusiastic to assess individual costs and benefits when processing organization social information because engaging in personal assessments limits the importance of information an individual obtains from others. As suggested by Somech & Drach-Zahavy, (2000 cited in Oplatka, and Stundi, 2010 ) that OCB first two dimensions was positively and significantly influences Job satisfaction. However Teh & Sun (2011) have found that OCB was not a significant mediator with Job satisfaction. With reference to the above Table 7 , the adjusted r square is (0.802).This indicates that 80% of the variation in the dependent Variable (Job commitment) is explained by the Independent Variable of OCB dimensions (Altruism, Conscientiousness and Civic virtue) and the rest of the overall Job Satisfaction variance can be attributed to other factors which are held constant. This is good fit as it explains more than 60% of the variance. Mutharasi et al (2014) stated that people with civic virtue and conscientious behavior are committed. Hutahayan et. al (2013) also believe that the best way to improve employees to display OCB behavior is by improving their level of civic virtue and conscientiousness. A research done by Liu (2009) on 162 expatriates working in 37 subsidiaries conformed this and they found there was a positive significant relationship between employees affective commitment the behaviors they display at work (Civic virtue and Altruism). Liang (2011) found that OCB is positively related to work value commitment among the line managers. Mallén, Chiva, Alegre, & Guinot (2015) found that altruism is significant and influence positively with job commitment. However The & Sun, (2011) have found that OCB was not a significant mediator with Job commitment. With reference to the above table, the adjusted r 2 is (0.497).This indicates that 49.7% of the variation in the dependent Variable (Turnover intentions) is explained by the Independent Variable of OCB dimensions (Altruism, Conscientiousness and Civic virtue) and the rest of the overall Job Satisfaction variance can be attributed to other factors which are held constant. This is not a ' good fit' as it indicates that R square is less than 60% of the variance. The results in the Table10 above shows that only Civic virtue and Altruism has a strong impact in predicting employees 'Turnover Intentions' as p-value <0.05. However the other dimension of Contentiousness is not significant in influencing 'turnover'. Also the values suggested that where employees are more engaged in OCB, it positively influences employee turnover intention. This is quite contrary to previous findings such as Mutharasi et al (2014) . Therefore the Hypothesis 3 rejected.
Conclusion and Recommendation
The findings examined the impact OCB dimensions on employees' Job satisfaction, Job commitment and Turnover intentions. This research determined the impact of OCB (Altruism, civic virtue and consciousness) on employees' job satisfaction, turnover intentions and job commitment in the dining restaurants in Malaysia.
First conclusion is that OCB dimensions have a significant relationship with Employees' job satisfaction, job commitment and turnover intentions. The second conclusion is that OCB dimensions do affect employees' Job Satisfaction, Job commitment and turnover Intentions. So, managers/supervisors in the company should demonstrate managerial skills and also the company management support in order to drive OCB on employees' Job commitment, satisfaction and turnover intentions. Therefore, it was concluded that OCB factor is affecting the employees' job satisfaction, job commitment and turnover intentions among the employee who work in dining restaurants in Malaysia. However we concluded that OCB do not influence to reduce the turnover intention among the employees This study could be improved by increasing the sample size and employing a better sampling method. This could be used for future research as convenience sampling cannot be used to be generalized for the whole employees' job satisfaction, job commitment and turnover intentions in Malaysia. It should be noted that the actual research was limited to only providing a basic idea for related employees' job satisfaction, job commitment and turnover intentions among few dinning restaurants in Kuala Lumpur. As the business environment in Malaysia is changing rapidly, so further studies must be undertaken from time to time. In order to provide a better result on this issue, further focus research should be conducting to identify the OCB dimensions effect on Malaysian's dining sector as a whole.
